This study examines whether employees' attraction to the organisation mediates the relationship between their perceptions of human resource management (HRM) practices (as a bundle) and their turnover intentions. Hypotheses were developed based on the propositions of social exchange theory, findings of previous research and theory of reasoned action. Survey data were collected from 297 individuals who work in organisations operating in the Hashemite Kingdom of Jordan. Subsequently, the proposed relations were tested. It was found that: 1) perceived HRM practices is negatively and significantly related to turnover-intention; 2) perceived HRM practices is positively and significantly related to organisational attractiveness; and 3) organisational attractiveness is negatively and significantly related to turnover intention and partially mediates the negative relationship between perceived HRM practices and turnover intention. The implications of these findings for line managers and HR practitioners are also discussed in addition to future research directions.
findings from the recruitment literature highlight this construct's potential as a mediator in the relation between HRM practices and turnover-intention. For example; Story et al., (2016) note that organisational attractiveness is important for attracting and retaining employees. Organisational attractiveness has been found in previous research to be influenced by perceptions of organisational attributes/practices targeting prospective employees (e.g. Lee, Wermer and Kim, 2016; Holtbrugge and Kreppel, 2015; Chhabra and Sharma, 2014) and to influence an individual's intentions/decisions regarding the organisation, namely, the intention to apply to the organisation (e.g. Gomes and Neves, 2011) . Another limitation of this literature is that most studies testing the relation between HRM practices and turnover-intention were conducted in western and Far-East countries, while relatively fewer studies were conducted in Jordan, most of which were in the hospitality sector (e.g. Altarawneh and Al-kilani, 2010) .
Lastly, an additional notable limitation addressed in this study relates to the examination of organizational attractiveness in the HRM literature. The HRM literature has tended to treat organisational attractiveness as a variable that is mainly relevant to prospective employees (e.g. Story et al., 2016; Ramlugun and Raman, 2015; Backhaus, Stone and Heiner, 2002 ) rather than to current employees. As a result, its effects on individuals' intentions after they start working for an organisation were mostly untested in the literature.
Using a sample of workers from organizations in Jordan and anchored in the propositions of social exchange theory, theory of reasoned action and findings of previous research, this study aims to address the limitations in these literatures by: 1) proposing and testing the effects of a new mediator (i.e. organizational attractiveness) in the relationship between HRM practices and turnover-intention. 2) Empirically testing the relationship between organizational attractiveness and turnover-intention. And 3) empirically examine the relationships among perceived HRM practices (as a bundle), employees' assessments of organisational attractiveness, and turnoverintention in the context of organizations operating in Jordan.
This paper is structured as follows: first, a theoretical background coupled with a review of literature findings and relevant theory propositions are presented to provide support to the proposed hypotheses; then methods are presented, followed by results. The paper concludes with a discussion of the findings, their implications for managers, and lastly, a discussion of the study limitations and future research directions.
Theory and Hypotheses Development

HRM Practices and Turnover-Intention
HRM can be described as practices that focus on attracting, hiring, training, motivating and maintaining employees (DeCenzo, Robbins and Verhulst, 2013) . Alfes, Shantz and Truss (2012) argue that compared to intended and implemented HRM practices, perceptions of these practices has the most influence over how employees react at work. Moreover, reflecting the current trend in HRM research, Gould-Williams and Mohamed (2010) argued for the effectiveness of viewing and examining HRM practices as a bundle rather than separate practices. Garcia-Chas et al. (2014) note that this bundle of HR practices is important to consider and is known as high-performance or high-commitment or high-involvement work systems. According to Takeuchi, Chen and Lepak (2009) a highperformance work system is pertinent in influencing an employee's behaviour and attitude and it refers to a group of interconnected HRM practices such as: comprehensive recruitment and selection, extensive training and development, incentive pay and performance appraisals. Thus, rather than measuring intended or implemented HRM practice or examining the effects of separate HRM practices, this study is focused on measuring workers' perceptions of high-performance HRM practices as a bundle.
As for turnover-intention, it is defined as a deliberate willingness to leave an organization (Tett and Meyer, 1993) . There is considerable empirical evidence in the HRM literature (e.g. Ertürk, 2014; Ribeiro and Semedo, 2014; Baluch, Salge and Piening, 2013; Karavardar, 2013; Bambacas and Kulik, 2013; Juhdi et al., 2013; Alfes et al., 2012; Gould-Williams and Mohamed, 2010; Kuvass and Dysvik, 2010; Dhiman and Mohanty, 2010; Lam et al., 2009; Hemdi and Nasurdin, 2006) that supports the significant negative relationship between perceived HRM practices and turnover-intention. Some of these studies linked specific HRM practices with turnover-intentions. For example; Nawaz and Pangil (2016) examined the effect of perceived human resource development factors (e.g. training and development, career growth, fairness of appraisal) on turnover-intentions and found that salary and performance appraisal fairness had a significant negative relationship with turnover-intention. While other studies linked systems of HRM practices with turnover-intentions. For example: Garcia-Chas et al. (2014) found that perception of high performance work systems had a significant negative effect on engineers' intention to leave. Similarly, Karavardar (2013) found that perceived HRM practices (as a whole) is an essential predictor of turnoverintention.
Basic rationale for this relationship is also provided by the propositions of social exchange theory. Social exchange mas.ccsenet.org Modern Applied Science Vol. 13, No. 2; theory (Blua, 1964) posits that within social exchange relationships, receiving a service from another party will generate a felt obligation to reciprocate to this other party. This suggests that within employment relationships between the organisation and employees, when employees perceive that they are receiving beneficial services from the organisation (e.g. HRM practices), they will reciprocate by exhibiting attitudes, intentions and behaviours that are desired by the organisation (e.g. lower turnover-intentions). Based on this discussion, it is expected that the more an employee perceives high-performance HRM practices (as a bundle) to exist, the more likely he/she will lower his/her intention to leave the organisation. Thus, the following hypothesis is proposed:
Hypothesis 1: Perception of HRM practices is significantly and negatively related to turnover-intention.
HRM and Organisational Attractiveness
Within the recruitment literature, organisational attractiveness is defined as seeing the organisation as a desirable entity with which a relationship can be started (Aiman-Smith, Bauer and Cable, 2001 ). Moreover, it represents an attitude towards an organization (Roque Gomes and Neves, 2010) . Lee, Werner and Kim (2016) note that highperformance work systems may serve as perceived organisational attributes and that employers can improve attraction to the organisation by improving working conditions and other HRM aspects (e.g. improving salaries and benefits, providing flexible schedules and career advancement opportunities).
This link between perceived HRM practices (e.g. perceived organizational attributes) and organizational attractiveness (from the viewpoint of job-seekers) was empirically supported by numerous studies in the recruitment literature. Within this stream of research, researchers have found that job seekers' attraction to the organisation is positively affected by specific HRM practices such as: compensation and job security (Holtbrugge and Kreppel, 2015) , compensation (Chhabra and Sharma, 2014), managing diversity policy (Williams and Bauer, 1994) , paid temporary time-off programs (Altmann and Suess, 2015) , pay, advancement, task demands flexible work schedule namely, telecommuting (Rau and Hyland, 2002) . Other studies within this literature examined the effect of HRM practices as a bundle on organisational attractiveness. For example: Lee et al., (2016) found a significant positive association between high-performance work systems and potential job applicants' attraction to the organisation. Gomes and Neves (2011) found that perceived organisational attributes (i.e. adequate pay, training and development, opportunities to learn, benefits and safety on the job) were positively and significantly related to organisational attractiveness of potential applicants.
However, the number of studies examining the impact of perceived HRM practices on 'current' employees' attraction to the organisation is relatively limited and constrained to certain sectors. Fewer studies exist in this stream of research, for example : Trybou, Gemmel, Vaerenbergh and Annemans (2014) found that professional development opportunities, pay/financial benefits, job security and work-life balance were significantly and positively related to employed physicians' attraction to their employer.
The previous arguments and research findings suggest that perceived HRM practices provide the individual with perceptions about organisational attributes which in turn contributes to this individual's attraction (or lack of) to the organisation .Thus, it is expected that the more an employee perceives HRM practices to be in place, the more likely this employee will be attracted to the organisation. The following hypothesis is proposed:
Hypothesis 2: Perception of HRM practices is significantly and positively related to organisational attractiveness.
Organisational Attractiveness and Turnover-Intention
Research linking current employees' attraction to the organisation and their turnover-intentions is very limited. However, the findings of this research suggest the existence of a negative relation between the two variables. For example, Yurchisin and Park (2010) found that employees' assessment of store image attractiveness positively affected their commitment while this commitment negatively affected their turnover-intention.
Moreover, the recruitment literature provides empirical evidence supporting the positive association between perceived organizational attractiveness and various positive behavioral intentions towards the organization. For example, organizational attractiveness was found to be positively and significantly related to intention to apply to the organisation (e.g. Gomes and Neves, 2011) , motivation to pursue employment (e.g. Saks, Leck and Saunders, 1995) , and job acceptance intention (e.g. Carless, 2005; Saks et al., 1995) . Given this strong empirical evidence showing organizational attractiveness to be positively related to an individual's positive behavioral intentions towards the organization, it is sensible to assume that organizational attractiveness will, at the same time, be negatively related to any negative behavioral intentions (e.g. turnover-intention) towards the organization. In this study, the following proposition is presented and tested: an employee's attraction to the organisation will lead to lowering this employee's turnover-intentions. Thus, the following hypothesis is proposed:
Hypothesis 3: Organisational attractiveness is significantly and negatively related to turnover-intention. 
The Mediating Role of Organisational Attractiveness
As evident by the previous presentation of arguments and research findings, it can be noted that studies (e.g. Ertürk, 2014; Ribeiro and Semedo, 2014) have empirically supported the negative relationship between positive perceptions of HRM practices and turnover-intentions. Furthermore, studies (e.g. Trybou et al., 2014) have shown that perceived HRM practices positively influence an individual's attraction to the organization. Finally, the notion that organizational attractiveness is negatively related to turnover-intentions has been supported and suggested by study findings (e.g. Yurchisin and Park, 2010) . Thus, it is sensible to expect that organizational attractiveness will perform a mediating role in the relationship between HRM practices and turnover-intention.
Further support for the proposed mediation model can be provided by the propositions of the 'theory of reasoned action' (Fishbein and Ajzen, 1975) . According to Sideridis, Kaissidis and Padeliadu (1998) this theory proposes that behaviour is a result of intention, and intention is a function of attitudes and beliefs. Thus, according to this theory, within an organisational context, employees' beliefs about the organisation's HRM practices will contribute to their attitude towards the organisation (i.e. organisational attractiveness) and this attitude in turn will determine their turnover-intentions. Based on this discussion, the following hypothesis is proposed:
Hypothesis 4: Organisational attractiveness mediates the relationship between perceived HRM practices and turnover-intention. Figure 1 shows the model and proposed hypotheses that are considered in this study. 
Methods
Participants and Procedure
For the purposes of this study, questionnaires were used as the primary data collection method and the study population was identified as employees in managerial and non-managerial jobs within Jordanian workplaces. The questionnaire consisted of two parts, the first included demographic questions while the second included the latent variables' measures. Prior to administering the survey, questionnaire instructions and scale items were translated from English to the Arabic language using a back-translation method. This method was used to make it more likely that most problems in the translation are discovered (Saunders, Lewis and Thornhill, 2009) , and thus dealt with accordingly. After being translated, the questionnaire was pilot tested by administering it to 10 working individuals. Consequently, very slight modifications were made since no major issues relating to the questionnaire's wording, content or length were reported.
A snowball sampling method was used for the selection of participants. Questionnaires and envelops were handed to both professional and personal contacts of the researcher for each to administer in his/her respective Jordanian workplace or to any acquaintance working in an organisation located in Jordan. A cover letter was attached to each questionnaire to explain the study objectives and the voluntary nature of participation. The cover letter also assured participants of the anonymity of data they provide and explained that by submitting the questionnaire, the participant gives consent to participate in the study (this was done to avoid collecting any data that can identify the identity of the participant). Additionally, each contact was instructed by the researcher to explain the contents of the cover letter to participants and to instruct them to submit the questionnaire back to the contact in a blank and sealed envelope.
Out of 500 distributed questionnaires, only 307 were returned by participants, reflecting a response rate of 61.4%. 10 returned questionnaires were rejected because they included key parts that were left blank by the participant. Thus, only 297 questionnaires provided usable data and were subsequently used for analysis purposes. 
Measures
All constructs considered in this study (i.e. perceived HRM practices, organisational attractiveness, and turnoverintention) were measured with multi-item 5-point Likert scales. The response scale for each item ranged from 1 (strongly disagree) to 5 (strongly agree). The measures used were all validated and published in previous research. In very few instances, the wording of a scale item would be slightly modified to better suit the purposes of the study.
• Alfes et al. (2012) these measures have high validity and reliability and items are suitable for workers from different occupations. Sample items include: "A rigorous selection process is used to select new recruits" and "I feel fairly rewarded for the amount of effort I put into my job". Responses to the scale's items were averaged to compute a score of each participant's perception of high-performance HR practices.
• Organisational attractiveness: was measured with a five-item scale assessing the organisation's 'general attractiveness' proposed and validated by Highhouse, Lievens and Sinar (2003) . The wording of the scale's items was slightly modified to suit the nature of participants (i.e. current employees rather than prospective employees). Sample items include: "For me, my company is a good place to work" and "Having a job at my company is very appealing to me". Highhouse et al. (2003) reported a Cronbach alpha score for this scale equaling .88.
• Turnover-intention: was measured using a three-item scale developed by Chang, Wang and Huang (2013) . Sample items include: "I often think of leaving the organisation" and "If I may choose again, I will choose to work for another organisation". Chang et al. (2013) reported a Cronbach alpha of .85 for this scale.
• Control variables: previous research (e.g. Kuvass and Dysvik, 2010; Dhiman and Mohanty, 2010) show that age and education level are significantly associated with turnover-intentions. However, in the present study only age (1= >18, 2= 18-24, 3= 25-34, 4= 35-44, 5= 45=54, 6= 55 and above) was controlled for in the regression analyses since the relationship between education level and turnover-intention was not statistically significant (see Table 1 ).
Results
Preliminary Analyses and Measurement Validation
Given that all variables in this study were measured using a single source, it was necessary to check if common method variance was present in this study. To that end, the Harman's one-factor test (see Podsakoff and Organ, 1986) was conducted (using IBM SPSS statistics 23) on all scale items used in the study. Results of the factor analysis (unrotated solution) showed that multiple factors emerged in the analysis and that the first factor emerging accounted for less than 50% of the variance, thus indicating that common method bias was not a major concern in this study.
Next, using Amos 22, a confirmatory factor analysis (CFA) was conducted to assess model fit. The measurement model tested included the following variables: perceived HRM practices, organisational attractiveness and turnover-intention. The chi-square/degrees of freedom ratio (X2/df) was less than the cut-off threshold of 3 (Hu and Bentler, 1999) . The root mean square error of approximation (RMSEA) was within the moderate range of .05 -.010 (Hu and Bentler, 1999) . Finally the comparative fit index (CFI) and Goodness of fit index (GFI) were both above the traditional cut-off value of .90 (Hu and Bentler, 1999) . Thus, the analysis provided evidence of a good and reasonable model fit to the data (GFI = .907; CFI = .954; RMSEA = 0.065; X2 = 251.016, df = 111, p < 0.001; and X2/df = 2.261). In relation to correlation analysis results, Table 1 show that perceived HRM practices are positively and significantly related to organisational attractiveness (r= .691** , p< .01) and negatively and significantly related to turnover-intention (r= -.593**, p< .01). Organisational attractiveness was also found to be negatively and significantly related to turnover-intention (r= -.614**, p< .01). Results also show that of the control variables, only age (r= -.116, p< .05) was significantly related to turnover-intention. These results provide initial support to H1, H2, and H3 (Figure 1 ). 
Hypotheses Testing
Separate hierarchical multiple regression analyses were conducted (Using IBM SPSS statistics 23) to test the hypothesized relationships in this study. To test the mediation model, the three-step (conditions) mediation test proposed by Baron and Kenny (1986) was followed. First, the independent variable, 'perceived HRM practices', must be significantly related to the outcome/dependent variable, 'turnover-intention' (Hypothesis 1); second, the independent variable, 'perceived HRM practices', must be significantly related to the mediator variable, 'organisational attractiveness' (Hypothesis 2); and finally, the mediating variable, 'organisational attractiveness', must be significantly related to the dependent variable, 'turnover-intention', while controlling for the independent variable, perceived HRM practices.
As Ertürk (2007) puts it, for mediation to exist, the significant relation between the independent and the dependent variable must either disappear or be reduced when the mediator is included in the regression equation. Furthermore, according to Lam et al., (2009) in the third step, the unstandardized beta weight of the independent variable becoming not-significant indicates full mediation, while still-significant unstandardized beta weight for the independent variable indicates partial mediation. age was not significantly correlated with organisational attractiveness, thus it was not controlled for in the regression equation in model 2.
As shown in Table 2 (under the column labeled 'model 1') and in relation to H1, perceived HRM practices (Standardized β= -.594***, unstandardized β= -.721***, p < .001) is shown to be negatively and significantly related to turnover-intentions and individually explaining 35.3% of the variance in the dependent variable (F= 84.991, p = .000). This result fulfills the first condition (see Baron and Kenny, 1986) for mediation and provides support to Hypothesis 1. In relation to H2 and under the column labeled 'model 2' (Table 2) , results of the regression analysis show that perceived HRM practices (Standardized β= .691***, unstandardized β= .653***, p < .001) is positively and significantly related to the mediator, explaining 47.8% of the variance in organisational attractiveness (F=270.033, p = .000). This result fulfills the second condition for mediation and provides support to H2.
Finally, under the column labeled 'model 3', results of hierarchical regression analysis show that the mediator 'organisational attractiveness' (Standardized β= -.376***, unstandardized β= -.483***, p < .001) is negatively and significantly related to turnover-intentions (controlling for age and perceived HRM practices), individually explaining 7.3% of the variance in the dependent variable (F=76.496, p = .000), thus, supporting H3, while the effect size (Standardized and unstandardized β weights) of perceived HRM practices (Standardized β= -.334***, unstandardized β= -.405***, p < .001) became lower (compared to weights reported in column labeled 'model 1'/Table 2) yet still significant.
These results fulfill the third condition for mediation and provide support to H4. However, the latter result indicates that organisational attractiveness partially mediates (rather than fully mediates) the relationship between perceived HRM practices and turnover-intention.
Discussion
This study attempted to examine how perceived HRM practices influence employees' turnover-intentions through the mediating effects of employees' attraction to the organisation. As noted earlier, despite its evident potential as a mediator, organisational attractiveness has not received much consideration when developing mediation models linking HRM practices to turnover-intention or other individual and organisational outcomes. This study, unlike the majority of previous research examining organisational attractiveness, has examined this construct from the view point of current employees rather than potential employees. Thus, a mediation model was proposed with organisational attractiveness as a mediator. The mediation model was developed based on the propositions of social exchange theory and the theory of reasoned action in addition to findings of previous research. The research model and hypotheses were tested using data collected from a sample of individuals (i.e. employees and managers; N=297) working for organisations located in Jordan.
The results of this study provided empirical support to all proposed hypotheses, thus, all hypotheses were accepted. This study found that perceived HRM practices were significantly and negatively related to turnover-intentions. This result is consistent with findings of previous research (e.g. Garcia-Chas et al., 2014; Ribeiro and Semedo, 2014; Karavardar, 2013; Gould-Williams and Mohamed, 2010) and thus, further confirms the important role HRM practices play in maintaining an organisation's employees while adding to the diversity of national contexts in which similar results were reported. Consistent with findings of previous research (e.g. Trybou et al., 2014 ) the second finding of this study was the significant and positive relationship between perceived HRM practices and organizational attractiveness. This finding supports the argument that high performance HRM practices serve as organisational attributes influencing an employee's attraction to the organization (Lee et al., 2016) . Furthermore, this finding is in alignment with the notion that employee' interpretations of HR practices in terms of how much the organisation values employees will generate positive employee attitudes (Garcia-Chas et al., 2014) . This finding provides further confirmation of the importance of high-performance HRM practices in developing employee's attraction to the employer. Collectively, the first two findings provide additional empirical support to the argument that high performance HR systems are important in influencing an employee's attitudes ).
The third finding of this study was the negative and significant relationship between organisational attractiveness and an employee's turnover-intention. This finding aligns with and contributes to the sparse literature (e.g. Yurchisin and Park, 2010) linking orgnisational attractiveness and turnover-intention. This finding suggests that organisational attractiveness plays a role in limiting and reducing an employee's intentions to leave the organisation.
Lastly, it was found that organisational attractiveness partially mediates the significant negative relationship between perceived HRM practices and turnover-intention. This supports the notion that the effects of HRM practices on turnover-intention might not be simple (Lam et al's., 2009) , thus, highlighting the need for further examination of mediators in the relationship between HRM practices and turnover-intention. One explanation for the partial mediation might be that most psychological/social research deal with phenomena that have multiple causes, thus it would be more realistic to expect mediators that reduce (rather than eliminate) the relationship between the independent and dependent variables (Baron and Kenny, 1986) . Nevertheless, this finding suggests that organisational attractiveness plays a role in explaining how HRM practices influence turnover-intentions.
Theoretical Implications
This study provides a number of contributions to the extant literature. First, this study contributes another potential mediator that has not been considered before in the literature focusing on how HRM practices influence turnoverintention. Thus, it extends the range of mediators examined in the relation between HRM practices and turnoverintentions and it adds an additional and new insight on how organisations can lower the turnover-intentions of their valued employees. Second, the study also adds to the increasing empirical evidence supporting the relationship between HRM practices and turnover-intention and provides an additional test of the relationship in the context of organizations in Jordan. Thus, adding to the diversity of contexts in which the relationship was empirically tested. Finally, this study contributes to the turnover-intention literature by providing empirical evidence of the direct influence of organizational attractiveness (a construct that seems to have been rarely examined within the context of an existing employment relationship) on turnover-intentions.
Practical Implications
The findings of this study suggest that perceptions of HRM practices and an employee's attraction to her/his organisation play significant roles in reducing an employee's turnover-intention. Thus, to maintain their qualified workforce, organisations (represented by managers and HR practitioners) should focus on two aspects: first, managing and enhancing employees' perceptions of HRM practices, that is, ensure that employees perceive the organisation's HRM practices positively, and second, managing and promoting the employees' attraction to the organisation.
Organisations can take into consideration a number of possible courses of action for managing these two aspects. First, in relation to enhancing employees' perceptions of high-performance HRM practices, organisations can increase the time, effort and financial capital they invest in planning, and implementing high performance HRM practices. Training courses on the nature of high-performance HRM practices and how to implement them in the organisation or work unit can be offered to line and/or HR managers. Furthermore, investing time, effort and financial capital in the communication of these practices with employees is paramount since according to GarciaChas et al., (2014) , for employees to be aware of these practices, it is important to communicate with them about these practices.
Second, in relation to managing and promoting the organisation's attractiveness and based on the second finding of this study (i.e. the significant positive relation between perceived HRM practices and attraction to the organisation), organisations can focus, as noted and discussed earlier, on enhancing employees' perceptions of high-performance HRM system. Another possible course of action for organisations would be to periodically assess employees' levels of attraction to the organisation, then collect feedback from these employees as to what mas.ccsenet.org Modern Applied Science Vol. 13, No. 2; makes them attracted or less attracted to the organisation, and subsequently work on improving those areas that would enhance the employees' attraction to the organisation.
Limitations and Future Research
The study findings should be viewed while taking into consideration the limitations of this study. One of the limitations of this study is the possibility of common method bias given that all variables of interest were assessed by the same source. Even though the Harman's one factor test conducted indicated that common method bias was not a major issue in this study, none the less, future research should attempt to apply procedural remedies suggested by the literature to control and reduce common method bias. One possible remedy proposed by Podsakoff, Mackenzie, lee and Podsakoff (2003) would be to separate the measurement of the independent variable from that of the dependent variable by introducing a time lag between the assessments of the two variables or use for each scale a different response format. Another limitation is the cross sectional design of this study which makes it difficult to infer causal relationships among the variables. Thus, future research on this topic can use longitudinal designs to infer causality more accurately.
In relation to possible future research directions, other mediators may play a role in explaining the influence of perceived HRM practices on turnover-intentions. Thus, future research should continue examining these mediators and suggest new ones. Another future research possibility would be to duplicate the current study in a different national/cultural context to provide evidence that contributes to the generalizability of the study findings to different national contexts. Future research can also examine the mediating role of organisational attractiveness on the relationship between HRM practices and other outcome variables (both attitudinal and behavioural) such as: motivation, loyalty, commitment, individual performance, organisational performance, and organisational or interpersonal citizenship behaviours. Lastly, given that this study has assessed perceived HRM practices as a bundle; future research can further explore the relationship between perceived HRM practices and organisational attractiveness by examining the relative importance of individual HRM practices (e.g. recruitment procedures, selection procedures, performance management practices, compensation management practices, training and development, etc) in explaining variations in an employee's attraction to the organisation.
